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Abstract: Trade unions are bodies that are not bound by any 

other organization and being free from the influence of 

employers makes them very powerful. Trade unions are also 

relationships between employers and their employees. Since the 

beginning of the 2008 financial crisis to now, there has been a 

decline in union membership of more than half a million. 

However, in this research, we found that unfair labour practices 

take the form of organization politics. Our main motive in this 

study was to identify the relationship between human resources 

practices and employee intention to join unions in the Malaysian 

education sector. We chose a particular university in Malaysia 

whose name is kept private and confidential. The study sample 

size was 120, which is sufficient for partial least squares 

structural equation modelling analysis. The study results reveal 

that the work environment, rewards, and compensation 

significantly influence employee intention to join a union. 

However, even if the employees intend to join the union, 

organizational politics moderate their decision to do so, and may 

prevent them from joining the union. The limitations of this 

study and suggested future research are also discussed. 

Keywords: Career Development; Trade Union; Intention to 

Join Union.  

I. INTRODUCTION 

Trade union membership provides basic protection of the 

rights and welfare of workers. Theoretically, employees of all 

industries would be willing to join unions as doing so serves 

to strengthen the bargaining power of workers against unfair 

treatment in the workplace [1]. According to [2], all 

countries around the world have proficient a steady decline in 

union memberships since the 1990s. In the United Kingdom 

(UK), approximately 58 percent of employees were union 

members in 1979, but this total had fallen to around 25 

percent by 2008. According to [3] (2014), the more than half 

million decline in union membership since 2008 can be 

attributed to the beginning of the financial crisis. In 2014, the 

author reported even lower participation in trade unions, 
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with 33,000 fewer members in the UK education sector. 

Moreover, the rate of union membership in the United States 

(US) has shown a steady decrease since the 1970s [4]. 

Several factors highlight related political issues via new laws 

that have rolled back the power of unions and the growth in 

unions with little presence in the workplace. The weakness of 

unions is also affecting Asian countries. Statistics from the 

Malaysian Ministry of Human Resources [5] reveal that a 

total of 722 trade unions are registered, with membership 

totalling 933,501 employees from different sectors. 

Furthermore, 57 of the 722 trade unions are registered in the 

education sector. The total membership in education trade 

unions is 341,610 of the 933,501 unionized employees in 

Malaysia, which represents a great portion of all the sectors. 

It also means that the education sector has greater influence 

in the trade union. Moreover, although trade union 

membership is not significantly declining in Malaysia, the 

percentage of union density has been lower for the past few 

decades [6]. Today, approximately 8% of Malaysian workers 

are unionized among all sectors and industries. In fact, in 

2013, Malaysia had a lower density of union membership 

(9%) than Australia (17%), Japan (17.8%) and even the US 

(10.8%). These statistics indicate that employee interest in 

joining unions is low. In light of the decline in the overall 

density of trade union membership in Malaysia as well as 

other countries, researchers are questioning whether the 

current workforce does indeed have little interest in joining 

unions. For instances, [7] mentioned that strong trade unions 

can address undesirable and unpleasant situations that 

employees would like to improve in the workplace. 

Employees expect to secure improved pay and other benefits 

by joining trade unions. The author noted that Malaysia has a 

weaker trade union, which means weaker employee 

bargaining power in negotiation. However, employees who 

intend to join a union can be deterred from doing so by the 

organizational politics. According to [8], if organizational 

politics play a great role in an organization, workers rarely 

join unions even if the human resource management (HRM) 

in that organization is strong. In this study, we examined the 

connection between HR practices and the intention of 

employees to join unions in the Malaysian education sector. 

Although there have been many studies that have examined 

trade unions, few have focused on the education sector. Since 

the education sector has a strong membership in unions in 

Malaysia, a study of this issue in the education sector can 

serve as a model case with respect to trade unions. This 

approach can also provide information regarding the issue of 

the decline in trade union 

membership in other countries. It 
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is important to recognize the factors affecting the decline in 

union membership. Thus, this study is expected to be 

relevant to the current workforce and make workers aware of 

the challenges faced by Malaysian trade unions. In addition, 

the results of this study can provide guidance for trade union 

authorities and government parties regarding deficiencies in 

policies and practices. It is expected that certain amendments 

to the system can be made to address relevant organizational 

factors and obtain a better indulgent of the relationship 

between HR practices and the intention to join unions. For 

non-unionized workers, the study results can raise their 

awareness of trade unions and may increase the membership 

and union density of trade unions in Malaysia. 

II. LITERATURE REVIEW 

The intention to join unions varies from sector to sector. 

Overall, in this study, the independent variables in our 

proposed conceptual framework include three HRM 

practices. Our literature review reveals that relevant models 

have different research perspectives based on different model 

concepts. Researchers have found that training and 

development, rewards and compensation significantly 

influence employee commitment. Based on findings 

regarding the effect of rewards and compensation, career 

development and work–life policies, these three practices are 

believed to have a relationship to employee intention to join 

unions in the education sector [9]. When they are effectively 

implemented, these three practices can be expected to reduce 

the perceived risks and increase organizational commitment. 

Thus, the work environment is an additional variable to 

consider. Researchers have found that a comfortable and 

positive work environment with a low degree of 

organizational politics is subject to higher employee union 

membership [10]. The trade union is a body that is not bound 

by any other organization, and being free from the influence 

of any employer makes it very powerful. The trade union is 

also a connection between employers and their employees. 

The Trade Unions Act of 1959 defined trade unions as 

associations or affiliations between employees and employers 

with membership open to employees who perform the same 

type of work and are in the same industry. Thus, the proposed 

independent variables are believed to be significant related, 

either directly or indirectly, to the intention to join a union. 

A. Hypothesis development  

• Reward and compensation are negatively correlated with 

the intention to join a union, which is moderated by 

organizational politics.  

According to [11], employers and trade unions must 

establish a good relationship to create an agreement that will 

benefit both parties. Using this theory, Hick also stated that 

trade unions could force employers to pay higher wages than 

the prescribed rates if the employers react stubbornly to the 

unions. This is because employers can face the threat of strike 

from employees who are forced to make their demands in this 

way. [12] also supported this theory in his book titled 

Problems of Monopoly and Economic Warfare. Despite the 

many driving factors that prompt workers to join trade 

unions, and the fact that the key function of trade unions is to 

work for the welfare of workers, there has been a decline in 

membership due to the presence of a high degree of 

organizational politics, as reported by [13]. From the 

discussion above, we propose the following hypotheses: 

  

H1:  There is a significant relationship between the 

rewards and incentives system and employee intention to join 

unions in the Malaysian education sector. 

 

• Work–life balance policies are negatively correlated 

with the intention to join a union, which is moderated by 

organizational politics. 

According to the study of [14], flexible and cost-effective 

work–life policies lead to a stronger organizational 

commitment and a decreased intention to leave one’s work. 

With more humane HR policies, overall job satisfaction will 

increase and result in a high percentage of employee 

retention in an organization. Contemporary workplaces are 

more likely to offer flexibility with regard to work schedules 

and arrangements [15]. Fixed schedules and longer work 

hours are not preferred by the current workforce and result in 

higher turnover rates and absenteeism [16].  

Hence, we propose that there is a positive theoretical 

relationship between work–life balance policies and 

employee commitment.  

 

H2:   There is a significant relationship between 

work–life balance policies and employee intention to join 

unions in the Malaysian education sector. 

H4:  Organizational politics moderate the significant 

relationship between work–life balance policies and 

employee intention to join unions in the Malaysian education 

sector. 

 

• Career development is negatively correlated with the 

intention to join a union, which is moderated by 

organizational politics. 

 

The trade union may also affect the activities of 

institutions and regional organizations through their 

vocational training and apprenticeships. However, the 

objective of this study is to distinguish the differences 

between institutions that lead to inconsistencies in the HRM, 

organizational and cultural behaviours. Institutions will 

become more effective if they are democratically managed 

since this style has been found to facilitate management 

awareness of the needs of union members. If employer is 

responsive to their union needs, it is likely to leave its 

membership if the institution is indifferent in the case of high 

organizational politics [17]. 

 

H3:  There is a significant relationship between career 

development and employee intention to join unions in the 

Malaysian education sector. 
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H6:  Organizational politics moderate the significant 

relationship between career development and the employee 

intention to join unions in the Malaysian education sector. 

III. METHODOLOGY 

The study population chosen by the researchers are 

employees at a particular university in Malaysia, which is not 

named in this paper for reasons of confidentiality. In partial 

least squares structural equation modelling (PLS-SEM) [18], 

a minimum sample size is required. The current population 

of the university is about 900, so we must ensure the 

minimum R² (0.10, 0.25, 0.50 and 0.75) for any internal 

construct of the structural model for significance levels of 

1%, 5% and 10% and to ensure a statistical power of 80% 

and a certain level of PLS complexity. Based on G*Power 

method, the minimum sample requirement for this study is 

85. Normally, to determine the size of a sample, researchers 

can refer to the sample size determination table provided by 

[19] and [20]. For this study, we used a total population of 

120, based on the maximum number of arrows required for a 

sample size of 85 and we set the significant level of the study 

to p < 0.05 (5% error) with a 95% confidence level. 

We used a questionnaire adapted and developed from the 

literature to meet the objectives and address the questions of 

our study. The questionnaire contained four sections to be 

answered by the respondents in this case study. These 

sections include Part A– Respondent Demographics, Part 

B–HR Practices, Part C–Intention to Join Union and Part 

D–Organizational Politics. The answers used a 5-point 

Likert scales with 1 (Strongly Disagree), 2 (Disagree), 3 

(Neutral), 4 (Agree) and 5 (Strongly Agree). Table 1 below 

shows the developed questionnaire items with the pilot study 

results: 

 

Table 1: Sources of questionnaire 

  Intention to Join Union (INT)  

Source  

Cronbach 

Alpha 

1 Participating in unions is necessary  [21]  0.85 

2 Most of my colleagues have pressured me to join the 

union 

    

3 Unions help us to obtain employee benefits.     

4 I am contented with the current terms and conditions 

of    

employment in my organization  

    

5 I need protection of my employee rights through union 

membership 

    

6 Unions offer workers a sense of belonging.     

  Reward and Incentives (RI)   

7 I am satisfied with the existing salary structure of my  

company. 

[22]  0.84 

8 I am satisfied with the compensation I receive and I 

think it  

matches my level of responsibility.  

  

9 Our institution maintains salary levels that compare 

well  

with those of other institutions.  

  

10 Rewards and incentives are given frequently to 

motivate  

 employees.  

  

11 With increases in the levels of reward and 

compensation, there would be fewer employees joining 

trade unions.  

  

  Work–life balance (WLB)   

12 It’s important to achieve a balance between one’s work 

and personal life. 

[23]  0.89 

13 Having a WLB helps me perform better in my work.   

14 University policies that support a WLB are important.   

15 Existing university policies that promote a WLB are 

fair to everyone. 

  

16 With a flexible WLB policy, I would feel a strong 

commitment to the university. 
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 Career development (CD)   

17 My organization is taking proper steps to ensure that I 

exploit my career potential. 

[24]  0.89 

18 My organization helps me to obtain more work 

experience related to the work I do. 

  

19 My organization provides me with opportunities to 

achieve my career goals. 

  

20 My organization supports my long-term career 

development. 

  

21 The overall career development opportunities at my 

university are satisfactory. 

  

 Organization politics (OP)   

22 People in this organization attempt to build themselves 

up by slashing down others.  

[25]   0.90 

23 There is a influential group in my department that no 

one ever dares to cross.  

 

 

 

24 Pay and promotion is not applied politically.    

25 Existing policies are inappropriate, in pay raises and 

promotion decisions.  

  

26 Employees are encouraged to voice out their ideas.   

27 Agreeing with those who are powerful is the best 

alternative. 

  

28 Personal relationship with management carries a lot of 

weight in this organization. 

  

 

IV. RESULTS AND FINDINGS 

The loading values of the indicators of all the 

variables are ≥ 0.7. A large loading value of each indicator 

construct above 0.7 means that the measurement of the 

constructs qualifies with respect to convergent validity [18] 

The reliability of the data can be tested by the composite 

reliability coefficients and Cronbach's alpha coefficients of 

all the variables. The reliability test results were all greater 

than 0.70, which means that all the variables are reliable. 

The full collinearity (VIF) values of all the variables are less 

than 3.3, which means the model is free from vertical and 

lateral collinearity and common method bias [26]. In the 

model, the average variance extracted (AVE) from all 

constructs exceeds 0.5 [27], whereas the composite reliability 

(CR) score is higher than 0.7 [28]. Thus, we can state that 

convergent conclusions have been obtained. 

 

Table 3. Convergent validity 

Items Loadings Cronbach's Alpha rho_A CR AVE VIF 

CD1 0.79 0.832 0.844 0.88 0.6 1.919 

CD2 0.823 

    

2 

CD3 0.742 

    

1.691 

CD4 0.791 

    

1.658 

CD5 0.713 

    

1.484 

INT1 0.856 0.879 0.884 0.91 0.67 2.413 

INT2 0.856 

    

2.328 

INT3 0.844 

    

1.714 

INT4 0.748 

    

1.93 

INT5 0.797 

    

2.147 

OP1 0.822 0.838 0.897 0.89 0.67 2.197 

OP2 0.798 

    

2.247 

OP3 0.892 

    

1.384 
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OP4 0.743 

    

2.354 

RI1 0.903 0.814 0.817 0.89 0.73 1.769 

RI2  0.836     

RI5  0.823     

WLB1  0.85 0.882 0.889 0.91 0.68 

WLB2  0.826     

WLB3  0.858     

WLB4  0.806     

WLB5  0.778     

 

Table 3: Fornel and Larcker 

 

CD IJU OP RI 

WL

B 

CD 0.773 

    IJU −0.447 0.821 

   OP 0.196 −0.277 0.816 

  RI 0.47 −0.756 0.269 0.855 

 WLB 0.48 −0.538 0.29 0.601 0.824 

 

Table 4: HTMT & model fit 

 

CD IJU OP RI WLB 

 

Saturated Model 

CD 

     

SRMR 0.07 

IJU 

0.51

1 

    

d_ULS 1.252 

OP 

0.24

9 

0.28

9 

   

d_G 0.553 

RI 

0.57

9 0.89 

0.30

9 

  

Chi-Squar

e 371.133 

WLB 

0.56

4 

0.60

7 

0.35

2 

0.70

4 

    

Table 5: Cross loadings 

Items CD IJU OP RI WLB 

CD1 0.79 −0.295 0.184 0.364 0.447 

CD2 0.823 −0.396 0.15 0.373 0.322 

CD3 0.742 −0.275 0.257 0.443 0.383 

CD4 0.791 −0.402 0.029 0.322 0.388 

CD5 0.713 −0.326 0.188 0.338 0.335 

INT1 −0.4 0.856 

−0.29

9 

−0.65

8 −0.52 

INT2 

−0.36

7 0.856 

−0.19

7 

−0.69

3 

−0.42

8 

INT3 

−0.36

4 0.844 −0.19 −0.62 

−0.37

2 

INT4 

−0.30

8 0.748 

−0.23

8 

−0.52

9 

−0.46

4 

INT5 

−0.39

2 0.797 

−0.21

4 

−0.58

9 

−0.42

5 

OP1 0.151 −0.179 0.822 0.19 0.201 

OP2 0.157 −0.105 0.798 0.18 0.299 

OP3 0.215 −0.299 0.892 0.265 0.264 
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OP4 0.101 −0.229 0.743 0.206 0.206 

RI1 0.406 −0.669 0.244 0.903 0.531 

RI2 0.378 −0.649 0.296 0.836 0.461 

RI5 0.42 −0.618 0.144 0.823 0.55 

WLB1 0.402 −0.491 0.119 0.589 0.85 

WLB2 0.369 −0.474 0.281 0.506 0.826 

WLB3 0.481 −0.459 0.234 0.491 0.858 

WLB4 0.351 −0.378 0.238 0.41 0.806 

WLB5 0.367 −0.396 0.346 0.457 0.778 

 

Table 6: Hypotheses 

Hypothesis 

Beta 

Value 

Std 

Err T-value P Values LL UL R2 F2 Q2 Decision 

RI -> IJU −0.642 0.075 8.533 0 

-0.76

8 

-0.52

1 

0.59

1 

0.59

5 

0.36

5 Supported 

Moderating Effect RI 

-> IJU 0.044 0.098 0.453 0.325 

-0.10

8 0.213 

 

0.00

3 

 

Not supported 

WLB -> IJU -0.091 0.084 1.081 0.14 

-0.21

8 0.062 

 

0.01

2 

 

Not supported 

Moderating Effect 

WLB -> IJU -0.178 0.096 1.847 0.032 

-0.34

5 

-0.02

6 

 

0.05

1 

 

Supported 

CD -> IJU -0.09 0.077 1.167 0.122 

-0.21

2 0.04 

 

0.01

4 

 

Not supported 

Moderating Effect CD 

-> IJU 0.042 0.088 0.479 0.316 

-0.10

3 0.186 

 

0.00

3 

 

Not supported 

 

 

 
Figure 1:  Measurement Model 
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Figure 2:  Structural Model 

 

 
Figure 3: Moderator 

 

 
Figure 4: Moderator effect on CD 
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Figure 5: Moderator effect on RI 

 

 
Figure 6: Moderator effect on WLB 

 

 

Table 3 displays the outcome of the validity 

discrimination test. According to [29], each development in 

the construction model should be higher correlation between 

AVEs. As shown in Table 5, these constructions meet this 

criterion, which also shows that the construction has 

discrimination validity. [28], stated that, to meet the 

discrimination requirement, the measured variable load of 

items must be higher than their cross loads by at least 0.1. 

Thus, we can conclude that the discrimination results are 

valid.A Monte Carlo simulation study was conducted by [30] 

to demonstrate the superior performance of their method, and 

we tested its discriminant validity in this study, the results of 

which are shown in Table 4. In assessing discriminant 

validity, two methods are used to determine the 

heterotrait–monotrait ratio of correlations (HTMT); the first 

of which is a criterion and the second is a statistical test. With 

respect to the first, issues can arise regarding the 

discriminant validity for HTMT values higher than 0.85 [31] 

or 0.90 [32].In measuring and assessing model fitness, we 

were guided by the work of [33]. These researchers state that 

the priority is to assess the saturated model and determine its 

standardized root mean square residual (SRMR), which 

shows the 95% bootstrap quantile. Doing so ultimately 

indicates that PLS-SEM can be only be fitted through the 

SRMR. In the PLS model fitness index [30], it is 

recommended that the geodesic discrepancy (dG) and 

unweighted least squares discrepancy (dULS) [32] provide 

additional ways to quantify the discrepancies between these 

distance measurement matrices. In Table 4, the dG and the 

dULS values are 0.553 and 1.252, respectively, which verify 

that the model is very suitable for all [34]. As the SRMR is 

0.070, which is below the par value of 0.08 [35], this means 

that this measurement model is appropriate for this study. 

V. FINDINGS 

In this study, 120 respondents completed the 

questionnaire. In the pilot study test, the reliability value was 

above 0.80, which indicates that the questionnaire is reliable 

and ideal. Table 7 shows the demographic profiles of the 

respondents. 
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Table 7: Demographic profiles of respondents 

 

Frequenc

y 

Percen

t 

Valid 

Percent Cumulative Percent 

Gender Male 56 46.7 46.7 46.7 

Female 64 53.3 53.3 100.0 

Total 120 100.0 100.0  

Age 18–25 3 2.5 2.5 2.5 

26–35 41 34.2 34.2 36.7 

36–44 25 20.8 −20.8 57.5 

45-above 51 42.5 42.5 100.0 

Total 120 100.0 100.0  

Ethnic Malay 52 43.3 43.3 43.3 

Chinese 36 30.0 30.0 73.3 

Indian 31 25.8 25.8 99.2 

Others 1 .8 .8 100.0 

Total 120 100.0 100.0  

Highest Education Level Master 88 73.3 73.3 73.3 

PhD 20 16.7 16.7 90.0 

Others 12 10.0 10.0 100.0 

Total 120 100.0 100.0  

Marital 

Status 

Single 25 20.8 20.8 20.8 

Married 89 74.2 74.2 95.0 

Others 6 5.0 5.0 100.0 

Total 120 100.0 100.0  

      

VI. RESULT OF THE SMART PLS 3.2.8 

BOOTSTRAPPING RESULTS 

From the statistical analysis the results was obtained 

from 120 respondents. Low t-statistical value of 1.65 for a p ≤ 

0.1 confidence interval was accepted by [28] (2014).On the 

other [36] recommended consecutive large, medium, and 

small effect sizes of 0.35, 0.15, and 0.02. R2 values of 0.75, 

0.50, and 0.25 indicating acceptable, satisfactory and poor 

values, respectively, were also reported by [37]. 

The identification of the R² coefficient indicates the 

dependent constructs. As stated by Chin [37] (1998), a strong 

R² requires a value of 0.67, and a moderate value requires 

0.33, whereas a plunge to 0.19 is evidence of its weakness. 

However, [18] stated that an R² of 0.75 is strong whereas 0.5 

is moderate and 0.25 is below par or weak. In addition, [38] 

considered an R² equal to or a little higher than 0.10 to 

indicate an endogenous construct. This has led to the 

development of a vigorous PLS bootstrapping method based 

on the consistent use of 5000 subsamples to obtain a level of 

significance [18]. Therefore, based on the findings of these 

researchers, as shown in Table 6, we determined that an R² of 

0.591 is acceptable. Researchers are also encouraged to 

examine the F square value, also known as the effect size, 

which is used to determine the best models. As shown in 

Table 6, the F score in this study is rather high, that is, a big 

effect size indicates that the applied model has also met the 

inner model requirement. In the same table, we can see that 

hypotheses H1 to H6 have been clearly identified and are 

aligned with the t statistics. At value higher than 1.645 (p < 

0.05) or higher than 2.33 (p < 0.01) for the 1-tail test, and a 

t-value higher than 1.96 (p < 0.05) or higher than 2.58 (p < 

0.01) indicate significance. Table 6 reveals that hypotheses 

H1 and H4 are significant as they have positive values for 

their lower and upper limits, which assures <0.05 P value 

significance. However, the values of hypotheses H2, H3, H5 

and H6 are not high enough and are thus insignificant. 

VII. IMPLICATIONS AND CONCLUSION 

The results of this research provide insight 

regarding the impacts of different human resources practices 

on the intention to join unions. Theoretically, the research 

findings provide useful implications for trade union 

practitioners, union members, organization workforces, 

individuals and management to understand the concepts and 

relationship between unions and human resources practices. 

The essential task of unions is to help workforces fight 

against unfair organizational practices via collective 

bargaining. Generally, trade unions expect that an increase 

in the number of union members will strengthen the 

bargaining power of a pool of diverse employees. So, 

although union membership should be increasing, it is not. 
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The study results offer essential information about 

the issues associated with the decline in trade union 

membership. They provide a general understanding of the 

major problems and possible reasons for employees choosing 

to join a union or not. In this study, we examined the 

relationship of several human resources practices to the 

employee intention to join a union. The results indicate that 

only rewards and compensation significantly influence 

employee intention to join unions. Furthermore, even when 

employees intend to join a union, organizational politics can 

moderate this intention. In other words, organizational 

politics can deter them from joining a union when their 

concerns are related to their work–life balance which is 

related to a lot of internal politics. They may instead want to 

join the union because of the perceived lack of rewards and 

compensation. Therefore, unions should look into these 

issues of unfair labour practices, which may be indirect in 

nature. For instance, if the current educational workforce is 

not satisfied with the incentives, rewards and compensation 

provided by the organization, a strong intention to join a 

union implies an employee perception of ineffective practices 

in this regard. Management can use the results of this study 

as a reference for examining the root causes of employee 

dissatisfaction regarding organizational practices. In 

addition, policy makers can formulate better human 

resources practices that address employee welfare and 

benefits. In conclusion, in this research, we successfully 

identified and examined the significant relationship between 

the working environment, rewards and compensation and the 

leader–member exchange in influencing the intention to join 

unions. However, the results do not identify any significant 

relationship between training and development and 

work–life balance. Although these two independent variables 

did not meet the initial objectives hypothesized in the study, 

we recommend that other factors be considered and 

examined in future research by the use of other questionnaire 

formats. Future researchers are encouraged to further 

investigate this issue to build a stronger basic research team 

in collaboration with the Malaysian Trades Union Congress 

to better contribute to the Malaysian community. 
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